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Teacher leadership is an influential factor of school effectiveness and student 
development. The present study investigated teacher leadership in Chinese secondary 
schools by adapting the behavioral complexity model derived from Quinn's (1988) 
Competing Value Framework. This study also attempted to integrate moral behavior into 
teacher leadership, as moral behavior is ofgreat salience in the Chinese culture due to the 
Confucian philosophy. Teacher self-ratings, student-ratings on teacher leadership and 
students' attitudes (e.g., collective identity and school life satisfaction) were used to 
evaluate teacher leadership behavior and effectiveness. In addition，personality predictors 
ofleadership behavior and effectiveness were examined. The data from 198 head teachers 
in Guangzhou and 2 to 12 students ofeachteacher QSf 二 1791, aged from 13-18 years old) 
were analyzed. Five teacher leader roles were identified: Student Care, Regulations and 
Goals, Communication with Parents, Innovation and Experimentation, and Influence on 
Supervisors. Although moral behavior failed to be extracted as a distinct component, 
items reflecting moral behavior were loaded on Student Care and Regulations and Goals. 
High intrarater correlations and low interrater correlations were found in leadership 
evaluations. Four personality scales in CPAI-2—Leadership, Meticulous, Veraciousness, 
and Harmony—were predictive ofteacher leadership variables. Implication and 
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CHAPTER 1: INTRODUCTION 
Education has long been the focus ofpolicymakers across countries, because it 
represents a major investment in our societies' future prosperity, a means towards the 
instrumental end ofgenerating wealth. In a global economic marketplace, government 
politicians are increasingly worried that today's educational failure will hinder 
tomorrow's national economic development. Therefore, since the 1970s, large-scale 
educational reforms have been promoted in many countries (e.g., USA, UK, China), m 
order to enhance teaching quality. Researchers have attempted to identify variables that 
influence student achievement, which is considered as the ultimate outcome ofschool 
improvement, and teacher leadership seems to be one of such influential factors. 
Due to the impetus ofeducational reform, research on teacher leadership has been 
increasing since the 1980s in the United States. Teachers are considered to exert 
leadership influence not only in classroom teaching but also in school management and 
collegial collaboration. Silva, Gimbert and Nolan (2000) summarized that the 
conceptualization ofteacher leadership has evolved through three waves. Initially, 
teacher leaders were those in formal management positions. In the process offulfilling 
administration duties, they utilized leadership skills to facilitate school effectiveness. In 
the second wave, the main focus switched to teachers' instructional roles, such as 
curriculum setters, action researchers and mentors of new staff. In the third wave, the 
concept ofteacher leadership further extended that in the second wave by regarding 
teacher leaders as culture-shapers in the organization. More power was delegated to 
teacher leaders, which enabled them to improve school effectiveness with less constraint 
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ofthe existing culture. Such actions refined the cultural foundation of the organization, 
resulting in a new environment that favored collegiality and professionalism. 
Teacher leaders refer to those who lead both inside and outside the classroom 
(Ash & Persall, 2000; Katzenmeyer & Moller, 2001), with recognizable contribution to 
the professional community and significant impact on others' pedagogical work. 
Conventional research on teacher leadership mainly focused on principals, who were at 
the apex ofthe organization. Leadership was considered as individual and centralized 
power. However, empirical studies failed to identify principal's direct impact on criteria 
ofschool effectiveness, such as student attendance and achievement (Taylor & Bogotch, 
1994), and student engagement in school activities (Leithwood & Jantzi, 1999, 2000). 
Instead, compared with principals, it was indicated that teachers exerted a more direct 
influence on students (Leithwood & Jantzi, 1999, 2000). 
Therefore, some researchers argued that a major blind spot in teacher leadership 
research was the over-emphasis on principals in particular and the underestimate of 
leadership that could be distributed across many roles and functions in the school (Harris, 
2004). The notion ofdistributed leadership has received increasing attention in the last 
decade. Distributed leadership is characterized as a form of collective leadership in which 
teachers are responsible for the overall school performance together. It is premised upon 
high levels ofteacher engagement and decision making, and encompasses a wide array of 
expertise, skill and input in the process and practice ofleadership (Harris & Lambert, 
2003, p.l6). Thus, it is worth investigating how teachers function as leaders and how 
their leadership behaviors influence students. 
Definitions ofTeacher Leadership 
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Several researchers have proposed definitions ofteacher leadership. For example, 
Katzenmeyer and Moller (2001) proposed a three-facet model ofteacher leadership: a) 
leadership ofcolleagues and students: facilitating study groups, establishing new teaching 
strategies，and developing curricula; b) leadership of operational tasks: setting 
organizational goals and monitoring the implementation process; c) leadership through 
decision making: exerting influence in both internal and external school events. 
Harris (2002) suggested that there were four discrete roles for teacher leaders. 
First, they should serve as brokers to translate school principles into classroom practices. 
Second, they were participative leaders who actively engage in school change or 
development. Third, they should act as mediators, who acquired additional resources and 
expertise to facilitate school improvement. Fourth, they ought to establish close 
relationship with other teachers to achieve mutual leaming. 
Although there is ample research on teacher leadership, relatively few researchers 
have offered a systematic definition ofteacher leadership. The reason for this may be that, 
as Barr and Duke (2004) described, teacher leadership is an "umbrella term" that involves 
a broad range ofresponsibilities, associated with administrators, colleagues and students 
at the organizational, professional and instructional domains respectively. In Bush and 
Glover's review (2003) on teacher leadership literature, they identified different models 
ofteacher leadership, and also pointed out the weak empirical support for these models 
and the artificial distinctions between them. 
On the basis ofteacher leadership reviews, Richmon and Allison (2003) argued 
that an in-depth reflection on popular leadership theories can enrich the understanding of 
teacher leadership, because the conceptualization of teacher leadership was largely 
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similar to that in mainstream leadership literature. Thus, the present study attempts to 
examine teacher leadership behaviors from the mainstream leadership perspective. 
Major Approaches of Leadership Research 
Leadership has been studied in different ways, according to researchers' 
conceptualization ofleadership and methodological preferences. Due to the complexity of 
leadership in nature, early researchers of each approach only dealt with a namnv facet of 
leadership. In Yukl's review (1989), he classified major leadership approaches into four 
categories on the basis oftheir primary focus: power-influence approach, behavior 
approach, trait approach, and situational approach. 
Power-influence approach attempts to explain leadership effectiveness in terms of 
the amount ofpower possessed by a leader, the types of power, and how power is 
exercised. Leaders exert power not only on subordinates, but also on peers, superior, and 
people outside the organization, such as clients. The main concern for power-influence 
approach is the source ofpower for individuals, and the way power is gained or lost 
through reciprocal influence processes. Major theories based on power-influence 
approach include power typology (French & Raven, 1959), and influence tactics (Yukl & 
Falbe，1990). 
Behavior approach focuses on the concrete behavior ofleaders and managers on 
thejob, and the relationship between behavior and leadership effectiveness. The main 
concern for behavior approach is to identify activities that are typical of managerial work, 
and to classify these behaviors in a way that facilitates research and theory on leadership 
effectiveness. Major theories based on behavior approach include the Ohio State Model 
(Fleishman, 1953), and participative leadership (Vroom & Yetton, 1973). 
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Trait approach emphasizes the personal attributes ofleaders that are related to 
leadership behavior and effectiveness. Traits refer to a wide range ofvariables, such as 
managerial motivation, specific skills, personality traits, general intelligence, and so on. 
For example, Stogdill (1948) identified eight traits ofeffective leaders: dependability, 
sociability, initiative, persistence, self-confidence, alertness, cooperativeness, adaptability. 
Situational approach emphasizes the importance of contextual factors, including 
the work nature ofleader's unit, the attributes ofsubordinates, and the characteristics of 
external environment. There are two parallel lines ofsituational approach research. Some 
researchers attempt to discover how the situation affects leadership behavior directly, 
while other researchers seek to understand how the situation moderates the relationship 
between leader traits or behavior and leadership effectiveness. Major situational theories 
include Path-Goal Theory (Evans, 1970), Contingency Theory (Fiedler, 1967), and 
Leader-Member Exchange Theory (Graen & Cashman, 1975). 
Because ofthe narrow focus of each approach, even though there was a 
substantial amount ofempirical data, early researchers were not able to produce an 
integrated understanding ofleadership. Since the 1980s, considerable attention has been 
paid to charismatic leadership and transformational leadership. Contrary to the previous 
approaches, the theories ofcharismatic leadership and transformational leadership have 
integrated leader traits, power, behavior, and situational variables, and thus are broader in 
scope. Transformational leadership refers to the influence process that motivates 
followers by encouraging them to transcend their self-interests for the sake of 
organization's mission and objectives (Bass, 1985). Charismatic leadership isanarrower 
concept compared with transformational leadership. Followers not only trust and respect 
6 
the leader, as they do with a transformational leader, but they also idolize or worship the 
leader as a superhuman hero or spiritual figure (Bass, 1985). 
Leadership Complexity 
The increasingly complex work environments and the waves ofglobalization have 
made the nature ofleadership more complicated than ever. The traditional situational 
approach, which requires the leader to identify the characteristics ofasituation and then 
pick the appropriate behavior for that situation, has not kept pace with the changes in the 
nature ofleadership. Thus, researchers began to call for a more holistic leadership 
perspective. A holistic approach recognizes that most leaders interact almost 
simultaneously with a variety ofstakeholders in multiple and rapidly changing settings 
covering a vast number ofcontingencies ^Iunt, 1991). Therefore, leadership theory must 
not only concern itselfwith an extensive range ofleadership behaviors, but also with how 
leaders achieve effective functioning across the wide variety ofsituations. 
A few researchers have already stressed the necessity of a multidimensional 
leadership model. For example, Mintzberg (1973) first identified ten managerial roles 
performed by executives and categorized these roles into three types: interpersonal roles, 
informational roles, and decisional roles. Interpersonal roles reflect activities related to 
ceremonial and symbolic representation of the organization towards the outside 
constituencies. Informational roles reflect activities of acquiring and disseminating 
information. Decisional roles reflect activities relevant with executive leaders' decision-
making. All these roles are supposed to be integrated into a coherent gestalt 
Later, Tsui (1984) expanded the complexity perspective by arguing that 
leadership effectiveness relied on the expectation from separate organizational 
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constituencies, such as superior, subordinates, peers, and clients. As different 
constituencies vary in their expected leader roles, excellent leaders are required to display 
a vast array ofbehavior to satisfy the diverse needs of constituencies. 
Quirm and his colleagues further proposed the concept ofBehavioral Complexity 
to describe leadership capacity to “perform the multiple roles and behaviors that 
circumscribe the requisite variety implied by an organizational or environmental context" 
(Denison, Hooijberg, & Quinn, 1995, p. 526). Quinn (1984) also developed the 
Competing Values Framework (CVF) to categorize leader roles and to measure 
behavioral complexity. This framework suggests that the multiple leader roles were 
indeed conflicting with one another. Therefore, leaders should be equipped with the 
ability to act in a "contradictory" way. 
In CVF, two dimensions are identified to indicate the differences among 
leadership functions: (1) flexibility vs. stability — organizations need to be adaptive to 
various environmental changes while stable in their operating routines; and (2) internal 
focus vs. external focus 一 organizational effectiveness depends on the well-being ofboth 
internal members and external stakeholders. These two dimensions produce four 
quadrants, each ofwhich represents a major type ofleadership functions. 
The Relating to People quadrant stresses flexibility and internal focus, which 
requires leaders to show consideration and faimess to subordinates and to nurture 
individual development, as well to encourage interaction among employees. Thus, leaders 
are expected to master interpersonal skills and to act as mentors and facilitators， 
respectively. These roles are mutually exclusive to those in the opposite quadrant — the 
Producing Results quadrant, which emphasizes stability and external focus. In this 
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quadrant, leaders need to provide structure by setting goals and controlling the production 
progress; and to initiate action by motivating their group members. Therefore, leaders are 
expected to adopt the director and producer roles, which are result-oriented. 
The Leading Change quadrant, which reflects flexibility and external focus, 
suggests that managers should lead change by grasping opportunities, generating new 
ideas and taking risk. Also, in order to obtain resources, they are required to develop 
relationships with people outside the organization. As a result, leaders are defined as 
innovators and brokers, respectively. In contrast, the opposing quadrant, Managing 
Processes, underscores the criteria of stability and internal focus. Leaders are required to 
maintain flow ofwork by scheduling and ensuring standards; and to provide information, 
such as rules and regulations. These behaviors reflect the role of coordinators and 
monitors, respectively. 
CVF is able to capture such basic tensions in leader role theory. Some existing 
studies have echoed Quinn's model by identifying opposing roles that leaders need to 
balance (e.g., Bourgeois & Eisenhardt, 1988) and by underpinning the importance of 
behavioral complexity (e.g., Hooijberg & Quinn, 1992). Apart from the individual level, 
CVF is also theoretically sound at the organizational level OtCalliath, Bluedom, & 
Gillespie, 1999). 
CVF has been applied and validated in the Chinese culture as well. For example, 
Kwan and Walker (2004) validated CVF as a prototype of organizational culture among 
institutions in Hong Kong. Ralston, Tong, Terpstra, Wang and Egri (2006) applied CVF 
to identify the prominent organizational cultural pattern across Chinese business. On the 
individual level, To (2005) has provided empirical evidence indicating that CVF is also 
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predictive ofleadership effectiveamong senior executives in Hong Kong and mainland 
China. In To's study, it was further found that moral leadership emerged as a distinct 
component, together with the four domains in CVF. Thus, it is necessary to include moral 
leadership into the leader role model under the Chinese context. 
Moral Leadership 
Bums (1978) proposed that the achievement of transformational leaders was 
rooted in the mutual emulation between leaders and followers. By stressing that leaders 
should be aware offollowers' basic needs and values, Burns' idea has called substantive 
attention to moral leadership in the fields of management and education. 
Morality, which can be interchanged with the term ethics (Kanungo & Mendonca, 
1996, p. 33), has been defined as the standards by which a communityjudges conducts in 
matters ofright and wrong (Emler & Cook, 2001). Bass and Steidlmeier (1999) 
postulated that the ethics ofleadership were based on three pillars: (1) the moral character 
ofthe leader; (2) the underlying moral values in the leader's vision, articulation, and 
program that followers should either support or reject; and (3) the morality in the 
processes ofsocial ethical choices and actions that leaders and followers pursue together. 
Substantial research attention has been paid to the moral aspect ofleadership. Studies 
from the United States have indicated that perceived leader integrity is positively related 
to subordinates' trust in the leader (Morgan, 1989), job satisfaction (Craig & Gustafson, 
1998； Vitell & Davis, 1990), and negatively related to desire to quit (Craig & Gustafson, 
1998). In a more recent study, Brown, Trevino and Harrison (2005) found that ethical 
leadership was related to consideration behavior, honesty, trust in the leader, interactional 
fairness, socialized charismatic leadership and abusive supervision; and that ethical 
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leadership predicted outcomes such as perceived effectiveness ofleaders, follower'sjob 
satisfaction and dedication, and their willingness to report problems to management. 
Considerably more studies have examined the moral dimension ofleaders in 
Chinese organizations. In a survey study ofTaiwan military personnel, Cheng & Zhuang 
(1981) extracted three factors in leadership, including consideration, initiating structure, 
and a moral dimension gong-si-fen-ming (being scrupulous in separating public from 
private interests). This moral behavior dimension reflected concerns about abusing one's 
authority for selfish personal interest. By using both experiments and survey studies, Hui 
and Tan (1999) identified a list of"moral characters" for an excellent leader. Ling, Chen 
and Wang (1987) derived a dimension of"personal morality，，，which was independent of 
performance and maintenance among Chinese leaders. This moral dimension primarily 
referred to an absence ofunprincipled, selfish behaviors. As demonstrated in previous 
literature, the moral component ofChinese leadership is related to an array ofoutcome 
variables, including public image ofthe unit (Tse & Leung, 1997), employees' perceived 
group atmosphere andjob satisfaction (Hui & Tan, 1999). 
When it comes to the educational domain, greater emphasis is laid on moral 
leadership, because education is supposed to serve moral purpose (e.g., facilitating the 
human, social and intellectual growth ofthe youngsters). Hence, educational leaders are 
expected to not only share many generic aspects common to all leaders, but also devote 
more effort to create an ethical environment in the organization (Starratt, 1991). 
Hodgkinson (1991) proposed the idea that school administration is inherently a moral 
activity, and that values are central to the administrator's work. 
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In the Chinese tradition, the aims ofeducation encompass five essential areas: 
moral, intellectual, physical, social, and aesthetic—moral being the most important ofthe 
five (Leung, 1998). Chinese parents tend to treat their children in terms ofwhether their 
conduct meets external moral criteria, instead of their internal needs, feelings, and 
aspirations (Ho, 1996). The moral nature of education in China is based on Confucian 
philosophy, which suggests that the goal of education is the development ofthe character 
or the actualization or perfection ofthe leamer, the attainment of"sagehood" 0-eung, 
1998). Moreover, Confucius suggested that for every individual, "When he wishes to 
establish himself, he must at the same time establish the others. When he wishes to be 
prominent, he must also help others to be prominent" (Analects, 6, 28). Thus, moral 
leadership in education carries dual implication. First, the leaders themselves must 
possess a sense ofrighteousness, obligation and goodness. Second, the leaders must 
appeal to the followers' sense ofrighteousness, obligation and goodness as motivations 
for actions. 
As the moral dimension is ofgreat salience in Chinese educational leadership, the 
present study attempted to integrate moral leadership into the teacher leadership model. It 
should be noted that according to the Confucian philosophy, teacher leaders should not 
only possess moral characters themselves, but also exhibit moral behaviors to influence 
students. This requires us to adopt an integrated approach to investigate the behaviors as 
well as the traits of teacher leaders. 
Personality and Leadership 
The study ofleadership traits has a long but controversial history. "Great man" 
leadership theory, which received widespread acceptance in the early 20^ century, 
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asserted that history is shaped by exceptional leaderships and that the attributes pertaining 
to leadership are inborn (Carlyle, 1907). The trait approach, evolved from great man 
theory, didn't assume that leadership traits were inherited; instead, it simply asserted that 
leaders had special characteristics that set them apart from non-leaders. The trait 
approach thrived at the very beginning ofleadership research, but was dismissed later 
because ofits inability to account for situational variance in leadership (Stogdill, 1948). 
The trait-based perspective has come back to the stage till 1980s, as ample 
empirical evidence has indicated that certain core traits do matter in predicting leadership 
effectiveness (Judge, Bono, Ilies & Gerhardt, 2002; Peterson, Smith, Martorana & Owens, 
2003). Research in charismatic and transformational leadership has not only recognized 
the significant impact ofsituation in leadership, but also pointed out some individual 
qualities as influential to leadership success (House, 1988). Moreover, a number of 
studies have pinpointed some personality traits and other attributes which are consistently 
associated with leadership effectiveness. For example, a meta-analysis in 1980s (Lord, 
DeVader & Alliger, 1986) found that individual characteristics such as intelligence, 
masculinity-femininity and dominance were significantly associated with leadership. 
Yukl and Van Fleet (1992) have identified high energy, stress tolerance, integrity, 
emotional maturity and self-confidence as the critical attributes of managerial success. In 
a recent meta-analysis based on 78 studies, Judge et al. (2002) examined the linkages 
between personality and leadership using the Five-Factor Model (FFM). A relatively 
strong correlation was found between the Big Five factors (Extraversion/Introversion, 
Emotional Stability, Openness to Experience, Agreeableness and Conscientiousness) and 
leadership criteria. All dimensions except Agreeableness were significantly related to 
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overall leadership (emergence and effectiveness combined), with correlations of .24 or 
larger. 
Kirkpatrick and Locke (1991) further maintained that possessing certain traits is 
insufficient for success, because leaders with those traits need to take action to be 
successful (e.g. motivating followers, establishing a vision). Possessing such traits only 
implies a higher likelihood ofperforming leadership behavior. Inthis sense, traits act as 
the antecedents; they influence leadership effectiveness through certain actions that are 
taken. 
As discussed previously, teacher leaders, similar to business leaders, are expected 
to display complex behavior pattem and to shift roles adaptively under varied 
circumstances. Personality characteristics may play a vital role in facilitating or hindering 
the effective demonstration ofbehavioral complexity. Particularly, the Cross-Cultural 
Personality Assessment Inventories (CPAI-2) will be applied to measure personality 
under the Chinese setting in the present study. 
The Chinese Personality Assessment Inventories (CPAI), developed by Cheung 
and her research team (1996), is a combined etic-emic personality measurement that 
consists ofboth universal and indigenous constructs. The current version ofCPAI, CPAI-
2 (Cheung, Cheung, Zhang, Leung, Leong, & Kuang, 2008), contains four empirically 
derived factors: Social Potency, Dependability, Accommodation and Interpersonal 
Relatedness. 
The present study applied the CPAI-2 to investigate whether personality traits are 
related to teacher leadership behaviors under the Chinese context. Considerable evidence 
has indicated that broad personality factors as predictors would obscure the mapping 
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between personality and performance domains (e.g., Borman, Hanson & Hedge, 1997; 
Hogan & Roberts, 1996), while narrower trait constructs can depict the predictor-criterion 
relations more precisely and provide better predictive power (Schnedier, Hough & 
Dunnette, 1996). Thus, only the personality traits that are shown to be relevant to 
leadership in previous literature were included in this study. 
Novelty, Diversity, andDivergent Thinking. Novelty O^OV) is defined as the 
extent to which individuals like trying new things and facing new challenges. Diversity 
(DIV) depicts the degree to which individuals are willing to try out a variety ofways to 
handle tasks. Divergent Thinking (DIT) reflects the extent to which individuals could deal 
with issues or problems from various perspectives. In thejoint factor analysis ofCPAI-2 
and NEO-FFI (Cheung et al., 2008), these three personality scales loaded with Openness 
in the Five-Factor Model. Openness is regarded as the reflection of creativity in both 
personality-based and behavioral measurements (Feist, 1998; McCrae & Costa, 1997). 
Research demonstrates that creativity is linked to effective leadership (Sosik, Kahai & 
Avolio, 1998). Inthe meta-analysis ofJudge et al. (2002), it is shown that in business 
context, Openness—along with Extraversion—provided the strongest correlation with 
leadership. A study on adaptability (LePine, Colquitt & Erez, 2000) indicated that open 
individuals were more effective in decision making when the conventional path to 
accomplish tasks changed. Given the above findings on Openness and leadership, we 
expect that Novelty, Diversity and Divergent Thinking are positively related to leadership 
behaviors as well. 
Leadership, Extraversion vs. Introversion, and Enterprise. The Leadership (LEA) 
scale assesses one's tendency oftaking the initiative to lead, influencing others, and 
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making decisions in a group. The Extraversion vs. Introversion (E_I) scale measures the 
social orientation of an individual. Individuals with high scores in E_I tend to be sociable 
and socially comfortable, while those with low scores prefer to be quiet and solitary. The 
Enterprise (ENT) scale depicts the extent to which people are prepared to explore the 
unbeaten paths and dare to take risks. These three personality traits approximate 
Extraversion in the Five Factor Model. Extraverts tend to be energetic, active, and more 
likely to assert themselves in social situations. Hogan, Curphy and Hogan (1994) 
discovered that extraverts were more likely to be perceived as leaderlike. Watson and 
Clark (1997) found that Extraversion was strongly related to leader emergence in groups. 
According to Gough (1990), dominance and sociability—the two main facets of 
Extraversion—were able to predict self and peer ratings ofleadership. In the meta-
analysis ofJudge et al. (2002), it is shown that Extraversion was the most important trait 
ofleaders and effective leadership in the Five Factor Model. Given the above evidence on 
Extraversion and leadership, we expect that Leadership, Extraversion vs. Introversion, 
and Enterprise are positively related to leadership behaviors as well. 
Responsibility andMeticulousness. Responsibility (RES) describes the degree to 
which a person can be relied upon to carry out tasks and achieves aims, while 
Meticulousness (MET) describe the degree to which an individual is cautious, orderly, 
and detail-oriented. It is empirically shown that these two constructs approximate 
Conscientiousness in the Five-Factor Model (Cheung et al., 2008). Conscientious 
individuals tend to have a strong sense of direction and work hard to achieve goals (Costa 
& McCrae，1992). They are also deliberate, self-disciplined and tend to be neat and well 
organized (Costa & McCrae, 1992). Conscientiousness is consistently found to be related 
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to performance across a wide range ofjobs (e.g., Barrick & Mount, 1991; Salgado, 2003). 
Individuals with a high level ofconscientiousness tend to be more perseverant and more 
committed to difficult goals than those with a low level of conscientiousness (Barrick, 
Mount & Strauss, 1993; Hollenbeck, Klein, 0'Leary & Wright, 1989; Hollenbeck & 
Williams, 1987). Kirkpatrick and Locke (1991) noted that "leaders must be tireless 
persistent in their activities and follow through with their programs" (p.51). In the meta-
analysis ofJudge et al. (2002), Conscientiousness had the second strongest correlation 
with leadership right after Extraversion in the Big Five. Therefore, we expect that similar 
to Conscientiousness, Responsibility and Meticulousness are positively related to 
leadership behaviors. 
Emotionality, Inferiority vs. Self-acceptance, and Optimism vs. Pessimism. 
Emotionality (EMO) assesses the extent to which people are in control oftheir emotions. 
Inferiority vs. Self-acceptance (I_S) measures individuals' degree of self-assurance. 
People with high scores in I_S tend to have poor self-esteem, while those with low scores 
in I_S are self-confident. Optimism vs. Pessimism (0_P) measures the degree to which an 
individual has a positive or negative viewpoint, and/or has the tendency to be self-
sceptical. Individuals with high scores in 0—P are energetic and positive outlook, while 
those with low scores in 0_P tend to hold grievances and are low spirited. These three 
personality scales loaded on Neuroticism in the joint factor analysis of CPAI-2 and NEO-
FFI (Cheung et al., 2008). It is worth noting that I_S was positively loaded on 
Neuroticism, while EMO and 0—P were negatively loaded onNeuroticism. On the basis 
ofprevious literature, Bass (1990) summarized that the relationship ofself-confidence— 
an indicator oflowNeuroticism—to leadership "were uniform in the positive direction of 
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their fmdings" (p. 69). Empirical evidence also indicates that neurotic individuals are less 
likely to be perceived as leaderlike (Hogan et al, 1994). Northouse (1997，p. 17) noted 
that self-confidence is requisite to the initiation ofleadership. Thus, individuals high in 
Neuroticism are less likely to lead and tend to avoid leadership responsibilities. Given the 
direction ofcorrelation with Neuroticism, it is hypothesized that Optimism vs. Pessimism 
is positively related to leadership, and that Emotionality and Inferiority vs. Self-
acceptance are negatively related to leadership. 
Interpersonal Tolerance, Social Sensitivity, and Harmony. Interpersonal 
Tolerance (JNT) measures the extent to which individuals accept diversity and tolerate 
differences in people. Social Sensitivity (SOC) assesses the extent to which individuals 
are sensitive to how others feel. Harmony (HAR) reflects one's inner peace ofmind, 
interpersonal harmony, as well as the avoidance of conflict. These three scales all 
describe individuals' tendency in handling interpersonal relationship. 
ns[T is one ofthe salient personal qualities in the Chinese culture, as tolerance is 
pertinent to maintaining interpersonal relationships, resolving conflicts and enhancing 
group solidarity. In Fu, Watkins and Hui's study (2004), it was shown that tolerance was 
an important element that contributed to forgiveness among Chinese people. In 
collectivistic societies like China, where the public self is more important than the private 
self(Triandis, 1995), it is expected that leaders high in Interpersonal Tolerance are more 
adept to avoid conflict and foster affiliation in dealing with subordinates. 
SOC approximates to the concept Empathy in Daniel Goleman's (1995) 
emotional intelligence theory. Sensitivity to others' feeling and concerns is vital forjob 
performance whenever the focus is on interactions with people. Spencer and Spencer's 
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(1993) study demonstrated that managers higher in empathy enabled their product 
development teams to perform better. Empathy also correlates with effective sales, in 
both large and small retailers (Pilling & Eroglu, 1994). Likewise, we expect that leaders 
who have a high level of5bda/ Sensitivity are more adept in listening, communicating 
and understanding others' feeling in their social interactions with followers. 
Previous literature has indicated that HAR is of prominent concern in social 
interactions in the Chinese context, because the avoidance of conflict and maintenance of 
the equilibrium are considered virtues in the Chinese culture. Empirical evidence that 
demonstrate the importance ofHAR ranged from interpersonal communication to conflict 
resolution (Bond & Hwang, 1986; Leung, 1997). In Kwong and Cheung's (2003) study, it 
was found that HAR predicted the interpersonal contextual behaviors in the workplace. 
Thus, it is expected that a higher level o ^ r m o n y in leaders helps to facilitate satisfying 
relationship and reduce conflicts between leaders and followers. 
Veraciousness vs. Slickness. Veraciousness vs. Slickness (V_S), one ofthe 
indigenous personality traits in CPAI, is particularly relevant to leaders' moral behaviors. 
V—S describes the degree to which individuals are faithful to facts, speak and act honestly, 
keep promises, and put collective interest before personal interest. Individuals with high 
scores in V—S tend to be truthful and adhere to principles, while those with low scores in 
V_S are likely to be boastful, suave, and superficial. Previous studies have reported that 
Veraciousness correlated with personal contextual behaviors inthe organizational setting 
(Kwong & Cheung, 2003). Given that Veraciousness is considered to be a traditional 
Chinese virtue relevant to loyalty, honesty, and moral obligation to the group, we expect 
that this personality trait is positively related to leaders' moral behaviors. 
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Evaluation of Teacher Leadership 
Evaluation criteria. The measurement ofjob performance has long been regarded 
as a major challenge faced by researchers and practitioners. Although significant progress 
has been made in understanding and measuringjob performance, the questions about the 
definition of"job performance" and about the best methods for measuringjob 
performance remain unanswered. 
Performance measures can be characterized as either objective (i.e., measures that 
require fewjudgments, such as production counts) or subjective (i.e., measures that rely 
onthe evaluativejudgment offalliblejudges). Although objective measures are generally 
more preferable, it is widely acknowledged that objective measures are not feasible in 
most settings for several reasons (Murphy, 2008). First, Landy and Farr (1983) noted that 
many objective measures are low in reliability and inconsistent across seemingly 
equivalent indices. Second, some objective measures, for example, output and sales, are 
only available for a limited number ofjobs. Third, although objective measures like 
production counts may well reflect employees' performance for somejobs, there are 
other aspects ofjob performance (e.g., teamwork, leadership) which are not easily tested 
by objective measurement. Finally, the use of objective measures tends to skew 
performance management and reward systems toward the quantifiable, which can have 
adverse effects on performance. Individuals may be pushed to focus on these quantifiable 
aspects ofthejob while ignore other meaningful aspects that are less quantifiable. 
Because ofthe shortcomings of objective performance measures, most 
performance appraisal systems continue to depend at least partially, and often completely, 
on the subjective ratings ofsuperiors and other stakeholders in organizations (Murphy & 
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Cleveland, 1995). Some performance appraisal systems depend on rankings or combine 
assessments ofseveral different aspects ofperformance into an overall score. The use of 
multiple methods and multiple criteria helps to compensate the weaknesses of each other. 
Multi-rater evaluation. Previously in most performance appraisal, managers are 
commonly evaluated by their superiors on various dimensions salient to their work, 
because the superior has access to performance results of the manager as well as ofthe 
organizational unit as a whole. However, the daily behaviors of the managers, which 
comprise a large part ofmanagers' performance, are seldom witnessed by the superior. 
Recently, much more attention has been brought to the idea of evaluating performance 
from more than one rater. A primary objective ofthis multi-rater performance evaluation 
is to heighten ratee's cognizance oftheir strengths and weakness, and thus to improve 
performance (Tomow, 1993a). One example is the current trend toward 360-degree 
performance evaluation in managerial training and development (London & Beatty， 
1993), which encompasses ratings from superiors, peers, subordinates and others (clients, 
customers, etc.) to rate individual managers. 
The leader himself/herselfis an important source of performance appraisal, 
because the leader has the clearest view about what he/she is doing and why. Self-
appraisal can not only serve as a complement for superior rating, but also be considered 
as a means to increase employee understanding of performance feedback (Somers & 
Bimbaum, 1991). However, questions have been cast on self-rating with respect to its 
accuracy. A number ofstudies (e.g., Atwater & Yammarino, 1997; Farh & Werbel’ 1986; 
Thomton, 1980) have found that self-rating tend to have higher mean values (leniency 
error) and less variability (restriction or range error). The occurrence of these systematic 
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sources ofbias has meant that self-ratings are less, although increasingly, used in the 
assessment of individuals (Campbell & Lee, 1988). 
Another source ofperformance appraisal with growing popularity is from 
subordinates, especially in the case ofmanagement personnel. The basis ofleadership 
theory is that leaders are supposed to influence subordinate performance in a productive 
and efficient way. Thus subordinates provide a useful source of information relevant to 
performance ratings, as they are the ones who most observe the day-to-day behaviors of 
the leader. 
Hogan, Curphy, and Hogan (1994) summarized five ways to evaluate leadership 
effectiveness, including: (1) the actual performance of their teams or organizational unit, 
(2) ratings from superiors, peers and subordinates; (3) ratings from strangers in interviews, 
assessment centers, leaderless group discussion, etc., (4) self-ratings, and (5) tendency of 
leadership derailment. Among these five leadership evaluative methods, Hogan et al. 
(1994) argued that subordinates were often in a unique position ofevaluating leadership 
effectiveness. Sweetland (1978) concluded in his review of managerial productivity that 
effective leadership and increased group output was a function ofthe interaction between 
managers and their subordinates. Murphy and Cleveland (1991) indicated that evaluation 
ofamanager's performance depended, in part, on the relationship that he/she established 
with the subordinates. By comparing the predictive validity of subordinate-ratings with 
that ofthe assessment center ratings, McEvoy and Beatty (1989) found that subordinate-
ratings were equally effective as assessment center data in predicting managerial 
performance seven years later. 
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Nevertheless, other-ratings may be subject to bias as well. Because ratings from 
subordinates, peers, and superiors involvejudgments about the frequency ofcertain 
behaviors, it is typically found that there are strong links between leaders, personality and 
other-ratings on leadership (e.g., Hollander & Julian, 1969). 
In terms ofthe interrater correlations on performance appraisal，researchers (e.g., 
Murphy & DeShon, 2000) suggested that there may be more disagreement than 
agreement between multi-rater evaluations. Because raters are nested within varied rating 
contexts (e.g., positions in the organization, relationships with the rater, goals when rating, 
etc.), their perceptions ofleaders' performance are selective according to their specific 
expectations, which leads to individual differences in performance ratings on aspects 
relevant and salient for themselves. 
Subordinates，Attitudes 
Hogan and Kaiser (2005) have elucidated that leadership style would affect 
organizational performance through employee attitude. As a consequence, employee 
attitude has been linked to leadership style; as an antecedent, it has been used to predict 
employees' performance and other behaviors. The outcome ofleadership has been 
operationalized in many different ways including subordinates' job satisfaction (e.g., 
Morrison, Jones & Fuller, 1997), organizational commitment (e.g., Bateman & Strasser, 
1984), organizational citizenship behaviors (e.g., Podsakoff, MacKenzie & Bommer, 
1996), and so on. Although in most cases, performance measures are taken wholly or 
partially from subordinates' ratings, some researchers argued that such ratings might be 
affected by followers, bias and might reflect expected rather than objective performance. 
Thus, multiple sources ofoutcomes with varied raters, different instruments, and a wider 
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range ofperformance measures should be included into leadership assessment (Seltzer & 
Bass, 1990). The present study would examine two critical attitudes ofstudents, which 
are postulated as closely related to teacher leadership: collective identity and subjective 
well-being. 
Collective identity. According to social identity theory, people define themselves 
not only in terms of idiosyncratic attributes, but also in terms of collective attributes of a 
group to which they belong. Whereas the former refers to one's personal identity, the 
latter refers to one's collective identity. Tajfel (1981) defined collective identity as "that 
part of an individual's self-concept which derives from his knowledge of his membership 
in a social group (or groups) together with the values and emotional significance attached 
to that membership". 
Though rooted in social psychology, social identity theory has been recently 
applied to analyze group and organizational processes, such as employees' organizational 
identification (Ashforth & Mael, 1989), turnover (Abrams, Ando & Hinkle, 1998) and 
work motivation and performance (Van Knippenberg, 2000). This theory has also 
provided a brand-new perspective to understand leadership effectiveness. Apart from the 
traditional approaches, the social identity approach stresses that leaders are also members 
ofthe group and that the characteristics of them as group members may influence 
leadership effectiveness. Haslam and Platow (2001) suggested that leaders who 
demonstrate that they stand for the group's utmost interests by displaying group-oriented 
attitudes and behaviors would be more effective than leaders who don't behave in this 
way. 
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Researchers considered charismatic leadership as a particularly effective form of 
leadership, because ofits capability in persuading followers to serve collective goals and 
to excel in performance (Bass, 1998; Conger & Kanungo, 1987). A considerable amount 
of empirical evidence demonstrates that charismatic leaders are more likely to engage in 
behaviors such as emphasizing collective identity, articulating a common vision, making 
personal sacrifice to attain collective goals and interests, role-modeling desirable 
behavior, and mentoring followers to pursue collective mission (e.g., Bass, 1985; Conger 
& Kanungo, 1987; Shamir, House, & Arthur, 1993). By looking into the psychological 
processes that underlie the effect ofcharismatic leadership on followers, Shamir et al. 
(1993) proposed that the key is to induce followers' identification with the collective and 
make the collective identity salient, and engender followers' self-efficacy and collective 
efficacy in pursuit ofcollective goals and interests (Bass, 1998). Therefore, the level of 
collective identity may reflect the leader's effectiveness. Likewise, we postulated that 
students' collective identity is related to teacher leadership behaviors in the educational 
setting. 
Subjective well-being. There is a growing concern about individual's mental 
health in the workplace. Shirom (1989) found that decrease in well-being and increase in 
stress levels would result in poor performance, more absenteeism, and reduced 
commitment. House (1981) assumed that the surrounding people at work, particularly 
one's supervisor, can significantly affect one's feeling about his work and about himself. 
One influential factor ofindividual's well-being is the level of supervisory social 
support. The meta-analysis findings ofViswesvaran, Sanchez, and Fisher (1999) 
suggested that leaders exert both direct and indirect influence on employees' well-being. 
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According to House's (1981) classification, supervisory support consists ofinstrumental 
support (task-specific help), emotional support (empathy, affect and comfort), 
informational support (awareness, advice and directives), and appraisal support (feedback, 
suggestions and encouragement). Gilbreath and Benson (2004) found that positive 
supervisory behavior (e.g., increasing employees' autonomy, communicating and 
organizing well, caring for employees and treating them fairly) could significantly predict 
employees' well-being. Similarly, Van Dierendonck, Haynes, Borrill and Stride (2004) 
reported that high quality leadership behavior was closely related to employee well-being. 
On the contrary, leaders who have a manipulating style, who fail to clarify 
responsibilities and provide supportive feedback, and who impose undue pressure may 
result in subordinates' lower levels ofwell-being (Cartwright & Cooper, 1994). Research 
concerning transformational and charismatic leadership indicated that such leaders not 
only enable followers to experience positive emotions (Bono & Ilies, 2006), but also 
reduce followers' job-related stress by mentoring (Sosik & Godshalk, 2000). It is also 
found that leaders ascribed meanings to employees' work, and that the sense of 
meaningfulness predicted individual's psychological well-being (Amold, Tumer, Barling, 
Kelloway & McKee，2007). 
Theories of subjective well-being (SWB) suggest that life experience or events 
have significant impact on life satisfaction. The experience of pleasurable events 
enhances life satisfaction piener, Suh, Lucas & Smith, 1999) and reduces depression and 
anxiety (Cheng, 1997). With respect to the evidence aforementioned pertaining to 
leadership and SWB, it is hypothesized that leadership behavior of head teacher is 
i 
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associated with students' school life satisfaction, as leadership behavior may serve as 
desirable events itself and bring about pleasurable outcomes. 
Objectives and Hypothesis of the study 
To better understand leadership in the Chinese educational setting, the major 
purpose ofthis study was to identify the leader roles ofmiddle school head teachers, and 
the relationship between personality and teacher leadership. Moreover, the present study 
also attempted to test multiple evaluative criteria ofteacher leadership performance (e.g., 
organizational effectiveness, self-rating and student-rating on leadership behavior), and to 
explore how teacher leadership affected student outcomes (collective identity and 
subjective well-being). 
Specific hypotheses were generated according to the literature review and were 
summarized as follow: 
Hypothesis 1: Teacher leadership consists of the four roles in Quinn's model 
�Relating to People, Producing Results, Leading Change, and Managing Processes) and 
moral behavior. 
Hypothesis 2a: The following personality XxmXs—Novelty, Diversity, Divergent 
Thinking, Leadership, Extraversion vs. Introversion, Enterprise, Responsibility, 
Meticulousness, Optimism vs. Pessimism, Interpersonal Tolerance, SocialSensitivity, 
Harmony, and Veraciousness vs. Slickness-MQ positively related to teacher leadership. 
Hypothesis 2b: Emotionality and Inferiority vs. Self-acceptance are negatively 
related to teacher leadership. 
Hypothesis 3\ Students' collective identity and subjective well-being are 
positively related to teacher leadership. 
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As for the correlations among leadership evaluative criteria, because the existing 
findings ofthe consistency/inconsistency among multiple evaluative criteria are quite 
controversial, no particular prediction was made on how these criteria correlate with each 
other. 
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CHAPTER 2: METHOD 
Participants 
A total of234 head teachers and about 10 students for each teacher G^=2113, 
from 13-18 years old) from eleven secondary schools in Guangzhou participated in this 
study. These 11 schools lay in the mid-lower level among secondary schools in 
Guangzhou, in terms of their educational quality. 
Two sets ofsurvey questionnaires were developed separately to collect (a) self-
ratings from head teachers themselves, and (b) other-ratings from their students. For head 
teachers, the questionnaires consisted offive s e c t i o n s : � fifteen personality scales from 
the Cross-Cultural Personality Assessment Inventory-2 (CPAI-2), (2) Teacher Leadership 
Behaviors Scale, (3) Overall Leadership Effectiveness, (4) Organizational Effectiveness, 
and (5) personal information. For students, the questionnaires included six sections: (1) 
Teacher Leadership Behaviors Scale, (2) Overall Leadership Effectiveness, (3) 
Organizational Effec t iveness ,� Collective Self-Esteem Scale, (5) Satisfaction ofSchool 
Life, and (6) personal information. 
The sample was screened according to the following criteria: (1) more than 90% 
ofthe items were answered, and (2) no peculiar patterns of response sets were observed. 
Through the screening process, a valid sample of 198 head teachers and 1791 students 
were retained in the further analysis. 
Among the 198 head teachers, 18.2% were males, 68.7% were females, and the 
remaining 13.1% didn't report their sex. Their age ranged from 22 to 46, with the mean at 
33 years old. 63% ofthe teachers worked injunior section of the middle schools, and 
29 
37% in senior section. Each head teachers in the valid sample received valid ratings from 
at least two students, who were randomly selected in their classes. 
Measures 
According to the standards ofcross-cultural assessment (Cheung, 2004), the 
measurements unavailable in Chinese, such as the Collective Self-Esteem Scale, were 
translated from English to Chinese and back-translated from Chinese and English. As for 
the measurements that attempted to measure variables specifically in an educational 
context, such as teacher leadership behaviors and organizational effectiveness, items were 
specifically developed. 
Cross-Cultural Personality Assessment Inventory-2 (CPAI-2). In the full scale of 
CPAI-2, a total of28 personality scales and 3 validity scales are assessed by 341 items, 
with 10 to 15 items in each scale. The 28 personality scales are subsumed by four factors: 
Social Potency, Dependability, Accommodation, and Interpersonal Relatedness. However, 
according to the hypotheses, only 15 scales that were predicted to be relevant to 
leadership were selected for the present study, including Novelty, Diversity, Divergent 
Thinking, Leadership, Extraversion vs. Introversion, Enterprise, Responsibility, 
Emotionality, Inferiority vs. Self-Acceptance, Optimism vs. Pessimism, Meticulousness, 
Interpersonal Tolerance, Veraciousness vs. Slickness, Social Sensitivity, and Harmony. In 
this study, the Cronbach's alphas of these 15 scales 
were .72, .69, .59, .74, .74, .69, .69, .59, .78, .67, .65, .69, .67, .52, and .46, respectively. 
Head teachers were asked to indicate whether the statement could closely describe 
himself/herselfby choosing ' W or “false” for each item. Scale scores were calculated 
by summing up scores of each item for a given scale. 
30 
Teacher Leadership Behaviors Scale. To (2005) developed the Chinese 
Leadership Behaviors Scale (CLBS) on the basis ofQuinn's (1988) behavioral 
complexity model and Chinese leadership literature. CLBS assessed leadership behaviors 
of senior executives in the business setting from five facets: Leading Change, Producing 
Results, Managing Processes, Relating to People, and Exhibiting Moral Behaviorln this 
study, the items were adjusted to the educational setting by a panel of two postgraduate 
students in psychology. The panel first identified characteristics of an educational context, 
determined items that should be deleted, revised or added, and developed the 58-item 
Teacher Leadership Behavior Scale. The scale was tother refined based on the feedback 
from three senior head teachers in a top secondary school in Guangzhou, all ofwhom had 
more than 10-year experience as a head teacher. In the present survey, respondents were 
asked to evaluate how often their head teachers had manifested each behavior in the past 
2 months on a 7-point Likert scale ("1"- “Almost Never" to “7，，-“Almost Always). 
Responses to the items from each scale were averaged to produce a corresponding scale 
score. Higher scores on the scale meant more manifestation of the corresponding 
dimensions ofleadership. The ratings from students ofeach head teacher were averaged 
to form a student-rating. The Cronbach's alphas ofthe 58-item teacher leadership 
behavior scale were .97 in teacher self-rating and .95 in student-rating. 
Overall Leadership Effectiveness. A five-item scale was used to measure head 
teachers' leadership effectiveness. Among these five items, two were developed based on 
Graddick & Lane's (1998) review ofperformance management: "Accomplishing 
performance standards as expected�” and "Accomplishing performance objectives as set”； 
one was adopted from the leadership dimension ofperformance from Viswesvaran's 
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(1993, cited in Viswesvaran, 2001) scale: "Bringing out extra performance from other"; 
two were adopted from Denison et al. (1995): "Performance standards as compared to 
your peers at similar management level." and “Overall effectiveness as a leader.” In To,s 
(2005) study, the scale was translated into Chinese, with the Cronbach's alpha of .83 in 
self-ratings. Respondents were asked to rate the performance of their head teachers in the 
past two months on a 7-point Likert scale ("l"-"Worst" to "7"- “Outstanding，’). The 
ratings from students ofeach head teacher were averaged to form a student-rating ofthat 
teacher. The Cronbach's alphas ofthe overall leadership effectiveness scale were .93 in 
teacher self-rating and .91 in student-rating. 
Organizational Effectiveness. This 26-item scale was developed by a panel oftwo 
postgraduate students in psychology, in orderto measure class effectiveness in secondary 
schools in mainland China. The panel first identified the major goals ofa class, and then 
generated items as objective criteria that reflected class performance in multiple aspects, 
including competitiveness in contests, daily orderliness, morale among students, and class 
reputation. The scale was further refined based on the feedback from three senior head 
teachers in a top secondary school in Guangzhou, all of whom had more than 10-year 
experience as a head teacher. In the present survey, respondents were asked to evaluate 
how well their class performed in the past 2 months on a 7-point Likert scale (‘T’-
"Worst" to “7,，- "Outstanding"). The ratings from students of each head teacher were 
averaged to form a student-rating ofthat teacher. The Cronbach's alphas ofthe 
organizational effectiveness scale were .97 inteacher self-rating and .95 in student-rating. 
Collective Self-Esteem Scale (CSES). Developed by Luhtanen and Crocker (1992), 
the 16-item CSES was applied to assess four domains of collective identity: (1) how good 
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or worthy one is as a member ofone,s social groups {Membership% (2) how one feels 
about one's social groups {Private), (3) how others feel about one's social groups 
^Public), and (4) how important is one's social groups memberships to one's self-concept 
^Identity). Originally, “social groups" in CSES refer to any social categories that the 
respondents belong to, such as gender, race, religion, socioeconomic class and so on 
(Luhtanen & Crocker, 1992). However, the present study tested students' collective 
identity towards their classes only. Students were asked to respond to the statements on 
the basis ofhow they feel about their classes on a 7-point Likert scale (‘T,- “strongly 
disagree”, “4，,- “neutral”, “7”- "strongly agree，，). The ratings from students in the same 
class were averaged to form a class-level score. The Cronbach,s alpha of CSES in the 
present study was .88. 
School Life Satisfaction Scale (SLSS). Nine items from the Chinese Adolescents, 
Life Satisfaction Scale (CALSS; Cheung & Cheung, 2005) were applied to assess 
students' school life satisfaction. The development ofCALSS made reference to the five_ 
item Satisfaction with Life Scale (SWLS; Diener, Emmons, Larsen & Griffm, 1985) and 
the 40-item Multidimensional Students' Life Satisfaction Scale (MSLSS; Gilman, 
Huebner & LaugWin, 2000). The 35-item CALSS was designed to assess adolescents, 
global life satisfaction as well as satisfaction in specific life domains in the Chinese 
context, including self, family, school, friends, and health. Higher values indicated higher 
levels of life satisfaction. Respondents were asked to rate statements, such as “I like 
going to school” on a 7-point Likert scale (“1”- “strongly disagree", “4”- “neutral”，“7,，-
‘‘strongly agree"). The ratings from students in the same class were averaged to form a 
class-level score. The Cronbach's alpha of SLSS in the present study was .76. 
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Personal information. Head teachers were asked to provide demographic and 
employment information about themselves at the end ofthe survey, including gender, age 
and work tenure, while students provided information on their own gender, age and class. 
Procedure 
Invitation letters were sent to fifteen secondary schools in Liwan Disfict in 
Guangzhou. In the letter, the research objectives, target sample, procedures, and 
deliverables were stated clearly. Among the eleven schools that agreed to participate in 
this study, head teachers and ten students in each class, who were randomly selected, 
were asked to complete different sets ofquestionnaires in the paper-and-pencil format. 
Different schools administered the survey in different ways: some schools distributed the 
questionnaires to participants, and allowed them to complete the questionnaires at home; 
some schools summoned the participants together to finish the survey during their school 
meeting. Confidentiality ofpersonal data was assured at the introduction ofthe survey. 
According to the number ofclasses that participated in the study, shopping mall coupons 
were given to each school correspondingly. An individual personality profile report was 




Teacher Leadership Behavior 
Exploratoryfactor analysis (EFA). The self-rating data of teacher leadership 
behavior from 198 head teachers were first examined by the EFA. To determine the 
number of factors, a principal axis factoring (PAF) analysis in SPSS was conducted on 
the 58-item scale. Ten factors with eigenvalues larger than 1.00 were extracted, and 
explained 70.71% ofthe total variance. However, the scree plot indicated that there were 
four to six factors. Thus, four to six factor solutions were examined by both orthogonal 
(i.e., varimax) and oblique (i.e., promax) rotations on the items. A five-factor solution 
with an oblique (promax) rotation was considered most conceptually and statistically 
sound among all the solutions. To obtain the simple structure (^urstone, 1947), items 
were eliminated from the factor pattem matrix if (a) items with factor loadings under .30, 
and (b) items with cross-loadings on more than one factors over .30. However, two items 
with double-loadings were retained, as they were considered as conceptually appropriate 
on the factor with higher loadings. After this process, the number of items was reduced 
from58to35. 
Factor 1 was named Student Care (SC; 14 items, accounting for 43.22% ofthe 
total variance), which reflected teacher leaders' capacity in cultivating team spirit, 
providing guidance, and attending to students, need. Factor 2 was named Regulations and 
Goals (RG; 11 items, accounting for 8.72% ofthe total variance), which reflected teacher 
leaders' capacity in establishing and implementing regulations, managing routines，and 
setting goals. Factor 3 was named Communication with Parents (CP; 3 items, accounting 
for 4.95% ofthe total variance), which reflected leaders' capacity in accepting the 
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opinions ofstudents' parents, and building up good relationship with them. Factor 4 was 
named Innovations andExperimentation (IE; 4 items, accounting for 3.74% ofthe total 
variance), which reflected leaders' capacity in generating novel management strategies, 
and solving problems in a smart way. Factor 5 was named Influence on Supervisors (IS; 3 
items, accounting for 3.25% ofthe total variance), which reflected leaders' capacity in 
influencing the decision-making ofsenior managers. These five factors explained 63.89% 
ofthe total variance. The items ofeach factor are presented in Table 1. Therefore, 
Hypothesis 1— Teacher leadership consists ofthe four roles in Quinn's model {Relating 
to People, Producing Results, Leading Change, and Managing Processes) and moral 
behavior — was rejected. 
The Cronbach's alpha ofthe 35-item teacher leadership behavior scale was .95. 
The interfactor correlation coefficients among the five factors were all positive and 
ranged from .16 to .76. Table 5 includes the alpha coefficients for each factor and the 
intercorrelations among the five factors in teacher self-ratings. The corrected item-total 
correlations for the 35 items were all positive and ranged from .26 to .77, indicating that 
each item was appropriately associated with the total score ofthe scale. 
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Confirmatory factor analysis (CFA). The self-rating data (N=198) and the 
student-rating data (N= 1791) of teacher leadership behavior were then examined by CF A 
to explore the fit of the five-factor model. In the teacher self-rating sample, both the CFI 
value and the IFI value were .88, and the RMSEA value was .072. In the student-rating 
sample, both the CFI value and the IFI value were .91, and the RMSEA value was .056. 
According to the previous literature, values above .90 for CFI and IFI suggest acceptable 
fit (Bentler, 1990); values of up to .05 for RMSEA are considered indicative of close fit 
and values in the range of .05 to .08 indicate fair fit (Browne & Cudeck, 1993). The 
present five-factor model was less fit in the teacher self-rating data but fairly fit in the 
student -rating data. 
Table 2 
Fit Indices o/Confirmatory Factor Analysis (CFA) Models o/Teacher Leadership Behaviors 
Chi-Square df CFI IFI RMSEA 
Teacher Self-rating 966.932 550 .88 .88 .072 
(N=198) 
Student-rating 3134.078 550 .91 .91 .056 
(N=1791) 
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The Relationship among Teachers Self-ratings andStudent-ratings in Leadership, and 
Student Outcomes 
Correlations, means, standard deviations and reliability coefficients forteachers' 
self-ratings and students-ratings in the five leadership behavior dimensions, overall 
leadership effectiveness, and organizational effectiveness, and students' collective 
identity and school life satisfaction are shown in Table 5. High intrarater correlations 
were found among leadership behavior, overall leadership effectiveness, and 
organizational effectiveness withinteacher self-ratings and student-ratings, respectively. 
In terms ofthe interrater correlations ofthese leadership variables, teacher-ratings were 
mostly unrelated to student-ratings except in Student Care (7 二 .18), Regulations and 
Goals (y = .19), and organizational effectiveness (y = .18). The student outcomes-
collective identify and school life satisfaction—were only related to students' perception, 
rather thanteachers' perception, on leadership behavior, overall leadership effectiveness 
and organizational effectiveness. Therefore, Hypothesis i -Students ' collective identity 
and subjective well-being are positively related to teacher leadership— was only 





















































































































































































































































































































































































































































































































































































































































































Personality and Leadership 
The relationship between teachers ‘ personality and leadership variables in self-
ratings andstudent-ratings. Correlations between teachers' personality and leadership 
behavior, overall leadership effectiveness, and organizational effectiveness in self-ratings 
and student-ratings are presented in Table 6. It is shown that teachers' personality were 
generally correlated with teacher self-ratings on leadership variables, but not student-
ratings. Therefore, Hypothesis 2a was supported, because Novelty, Diversity, Divergent 
Thinking, Leadership, Extraversion vs. Introversion, Enterprise, Responsibility, 
Meticulousness, Optimism vs. Pessimism, Interpersonal Tolerance, Social Sensitivity, 
Harmony, and Veraciousness vs. Slickness were positively related to teacher leadership; 
Hypothesis 2b was supported as well, because Emotionality and Inferiority vs. Self-
acceptance were negatively related to teacher leadership. 
,' 
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Table 4 , 
Correlations between Teachers，Personality and Leadership Variables in Self-ratings and 
Student-ratings 
~~~• Teacher Self-ratings Student-ratings 
Personality LB OLE OE LB 0 ^ ^ _ _ 
T ^ : ^ : ^ ^ ^ ' f , -% 
2.DIV .25** .16* .21** -.03 -01 -二 
3.DIT .34** .19** .15* -二 -.二 -二 
4.LEA .37** .32** .34** -01 -04 - f 
5 . E I .19** .14 .21** -.08 -04 _ . � 
6.EOT .26** .23** .28** -05 -12 -.05 
7.RES .30** .22** .23** .01 .00 .02 
8.EM0 -21** -.17* - . 25" -01 - J 3 - ; 3 
9 I s _ 19** -.16* -.21** -.06 -.02 "-1^ 
10.0 P .22** .14* .25*； -.01 -06 -02 
ll.MET .15* . 2 1 - -18* .04 -J； -04 
12.INT .21** .16* . 2 2 - -07 -02 _.02 
10 V ^ 16* 19** .11 .13 .08 .丄“^ 
i l 5 c 18* ..06 .16* -08 -03 -02 
15 HAR .18* -05 .14* -.02 ： ^ ^ ^ ~ ^ 
Note N= 198. NOV=Novelty; DIV - Diversity; DIT = Divergent Thi^mg; LEA， 
S e L p E I 二 Ext ravers ion vs. Introversion; ENT 二 Enterprise; RES = Responsibility; 
EMO 二 E!i^otimmlity; I—S 二 Inferiority vs. Self-Acceptance; 0_P 二 Optirmsm vs. 
Pessimism; MET 二 Meticulousness; MT 二 Interpersonal Tolerance; V_S - _ 
Veraciousness vs. Slickness; SOC = Social Sensitivity; HAR-Harmony; LB 二 
leadership behavior; OLE 二 overall leadership effectiveness; OE 二 organizational 
effectiveness. 
** p < .01 (two-tailed). * p < .05 (two-tailed). 
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Linear regression analyses between leadership variables andpersonality in 
teachers，self-rating. To further assess the effect of personality on teachers' self-
perceived leadership behaviors, overall leadership effectiveness and organizational 
effectiveness, linear regression analysis with a forward method was performed using the 
15 CPAI-2 personality scales as independent variables and the mean score ofteacher 
leadership behaviors, overall leadership effectiveness, and organizational effectiveness as 
dependent variables. The results ofthe regression analyses are reported in Table 7. 
Among the 15 CPAI-2 scales, Leadership, Veraciousness, and Harmony were predictive 
ofteacher leadership behaviors; Leadership, Meticulousness, and Veraciousness were 
predictive ofoverall leadership effectiveness; Leadership and Meticulousness were 
predictive oforganizational effectiveness. 
^Resullfor the Linear Regression ofHead Teacher Personality on Leadership Variables 
in Self-ratings 
Leadership outcome Personality B ^ ^ 
Leadership behaviors 
LEA .34 .11 22.96*** 
V_S .22 .07 17.62*** 
HAR .17 .02 ^ 
Overallleadership ^ 33 .10 21.52*** 
e f f e e t i v _ s j^f^^ f 9 .05 10.86** 
V ^ A6 ^ 5.85* 
Organizational 25 72*** 
effectiveness LEA .35 .12 2X/Z 
J ^ ^ 0^4 8.54** 
Note. N= 198. LEA - Leadership; V_S = Veraciousness vs. Slickness; HAR = Harmony; 
MET 二 Meticulousness. 
***；?< .001 (two-tailed). ** p < .01 (two-tailed).*p< .05 (two-tailed). 
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CHAPTER 4: DISCUSSION 
The present study attempted to identify a leadership behavioral model for 
secondary school head teachers in mainland China, on the basis of the well-established 
leadership models in the business setting and the literature on moral leadership. Moreover, 
evaluations ofteacher leadership were largely inconsistent between teacher themselves 
and students. Outcome variables which reflect students' social development and 
subjective well-being were found to be only correlated with students, perceived teacher 
leadership performance. Personality traits that predicted varied leadership criteria were 
identified as well. 
Leadership Behavioral Model ofHead Teachers 
A five-factor leadership model was revealed by the exploratory factor analysis. 
Among the five f2^cXoxStudent Care, Regulations and Goals, Communication with 
Parents, Innovation and Experimentation, and Influence on S—rvisors—the first factor 
accounted for a dominant proportion ofthe total variance (43.22% out of 63.89%). It is 
implied that unlike senior executives in the business sector who adopt multiple leader 
roles, head teachers perform leadership behaviors in a less diverse way. Faerman and 
Peters (1991) argued that moving up the organizational hierarchy led to the increase in 
scope ofconcerns. According to Pavett and Lau (1983), at lower levels ofthe 
organization, work was more detailed and more short-term, which resulted in the 
pronounced emphasis on internal roles and the diminished focus on external roles among 
lower level managers. Chiefexecutive officers (CEOs) pay considerable attention to 
external roles that link the environment with the organization, whilejunior managers are 
more concerned about the internal roles, such as handling daily operating problems and 
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maintaining the workflow. Mintzberg (1980) also suggested that because lower level 
managers were closest to the actual supervision ofnonmanagerial personnel, leadership 
behaviors involving interpersonal relationship, motivational activities, and an integration 
ofpersonal and collective goals should be more important at this level. Ifconsidering 
head teachers as the first-line supervisors in the school organization, the arguments of 
Pavett and Lau (1983) and Mintzberg (1980) can explain why in the present leadership 
model, internal roles (e.g., Student Care and Regulations and Goals) accounted for more 
than 50% ofthe total variance, while external roles (e.g., Communication with Parents, 
Innovation andExperimentation, and Influence on Supervisors) only accounted for about 
10%. 
To further understand the differences in specific leader roles across managerial 
levels, the present teacher leadership model is compared with Quinn's competing values 
framework (CVF). It is not difficult to fmd that Student Care and Regulations and Goals 
in the present model are similar to Quinn's (1988) Relating to People and Managing 
Processes respectively, which are both internal roles in CVF. Innovation and 
Experimentation and Influence on Supervisors are analogies to the Leading Change 
quadrant in the early CVF theory (1988), which suggests that leaders are expected to 
initiate changes and to acquire resources from outside his/her unit. Communication with 
Parents is similar with Anticipating Customer Needs, one subset ofLeading Change in 
the revised CVF theory (2009). It sounds plausible that the need of important external 
stakeholder (parent in this study) is also of great significance in the educational setting. 
None ofthe factors in the present model is analogous to the Producing Results quadrant 
in CVF, probably because competition and speed are less emphasized in school 
\ 
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organizations than in business organizations. However, four items reflecting goal-
setting—‘‘推動班級達到目標，，�Pushes the class to meet objectives), “監督班級完成所 
言了立的目標” {Monitors the class to achieve stated goals), “制定清晰的工作計畫，’ 
{Establishes clear plans), “設法令班級事務按計劃完成” (1似而——class is 
progressing as planned), and one item reflecting competition—“強調與其他班級之間的 
競爭” {Emphasizes the competition with other classesyAo^d^^ on Regulation and Goals. 
Thus, it suggests that head teachers do demonstrate behaviors that are similar with 
Producing Results in CVF, but such behaviors may be intemal-focused rather than 
extemal-focused. 
As for the weights ofeach leader roles, the four roles in CVF are equally 
important for CEOs, because successful CEOs need to keep a balance between these four 
roles. The unbalanced l e a d e r s h i i ^ v e r - e m p h a s i s on some roles while ignorance on the 
others—significantly impaired CEOs performance (Hart & Quinn, 1993). However, 
based on the EFA result ofthe present study, internal roles seem more important for head 
teachers while external roles less important. This result is consistent with Pavett and 
Lau's (1983) finding. Also, in DiPadova and Faerman's (1993) qualitative study, they 
found that although managers at each level all needed to perform the four roles of CVF, 
they still experienced differences in expected behaviors across levels. For example, 
moving up the hierarchy means that one becomes more removed from the operational 
level and has less ofan idea about what front-line employees are doing. Such differences 
of leader roles across organizational hierarchy are due to the disparities in organizational 
context at each level. 
Moral Leadership ofHead Teachers 
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The present study attempted to identify morality as a distinct component of 
teacher leadership, because teaching is in essence a “moral enterprise" (Goodlad, 1991). 
What teachers do with students now will affect profoundly the physical and moral 
ecology ofthe future society. However, the moral behavior of teacher leadership failed to 
turn out as a distinct component in the result ofEFA. Instead, the result suggested that 
moral behavior is integrated into the internal roles ofleadership and is reflected in head 
teachers，daily practice. For example, three items ofmoral behavior, which reflected 
teachers' fairness intreating 3加(16他一“對後進生給予同樣的關注和支持” (P^—s 
equal concern andsupport to students with poor academicperformance), “一視同仁地 
對待所有學生” iTreats all the students fairly), and teachers, moral discipline on 
students—‘‘向學生訓導人生哲理及道德觀，,mciplines andguides students on life 
philosophy and moral standpoints)—\o2.d.^di on Student Care. Two items ofmoral 
behavior, which reflected teachers' role-modeling behavior— “率先以身作則” (Sets 
oneselfas an example before others do), “做一個認真工作的模範” (Be a role ofa 
serious work e#or/)—loaded on Regulations and Goals. The pattern of moral leadership 
in this study is quite different from the leadership model in the business setting, where 
moral character is a distinct component andjuxtaposes other leadership behaviors (To, 
2005). 
The integration ofmorality into other leadership behaviors in the present study 
can be explained by the nature ofeducation as a profession. Goodlad (1991) argued that 
the profession ofteaching should be based on the obligation that teachers have to ensure 
"children's humanity" and that accountability, trust, and ethical codes ofpractice are 
inherent parts ofthe teacher profession. Starratt (1991) also suggested that education was 
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supposed to serve moral purposes: the nurturing of the human, social, and intellectual 
growth of the youngsters. 
In the Chinese culture, moral education is the major education content in both 
traditional and contemporary society. Chinese education adopted Confucian teachings on 
morals and virtues as its core content. Giventhe pronounced emphasis on moral 
education in Chinese education, it is generally believed that Chinese teachers are 
indispensable moral cultivators and models in the process of transmitting knowledge 
(Leng, 2005). For example, there is a four-character saying wei ren shi biao (爲人師表)， 
which means teachers are the paragons ofvirtues and learning. Accordingly, most 
teachers should be able to 少/ shen zuo ze (以身作則）by setting a good example for 
students with his/her own conduct. Being moral models leads to a teaching approach 
which asserts that effective teaching should be based onyan chuan shenjiao (言傳身教)， 
which means teaching by personal example as well as verbal instructions. This approach 
is also known as xiao zhi yi li, dong zhi yi qing, dao zhi yi xing (曉之以理，動之以情， 
導之以行)，which means to instruct with principles, to move with emotions, and to guide 
with the teachers' 0種 actions. Thus, the key in moral education is to engender particular 
dispositions or ways ofbeing. 
As there is a long-lasting conceptualization that morality should be embodied into 
teachers' daily practices and this conceptualization has been internalized for most 
teachers, it is understandable that in the present study, moral behavior was not 
distinguished from other leadership behavior. By treating students in a fair manner and 
adhering to rules and ethical codes themselves, teachers can encourage students to act 
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likewise. This conforms to the expectation on teachers in the Chinese culture, which is 
advocated by the Confucian philosophy. 
Criteria ofTeacher Leadership Performance 
The present study attempted to identify various criteria to assess teacher 
leadership performance, including subjective ratings on teacher leadership behavior, 
overall leadership effectiveness, and organizational effectiveness—a relatively objective 
evaluation based on the class performance in a wide range of school activities. Strong 
intrarater correlations and weak interrater correlations were found between teachers' self-
ratings and student-ratings ofleadership behavior, overall leadership performance, and 
organizational effectiveness. This meant that there was substantial interrater disagreement 
on teacher leadership criteria. On the other hand, student outcomes including school 
satisfaction and collective identity, which were used to assess the effect ofteacher 
leadership on students' well-being and social development, were found to be correlated 
with student-ratings onteacher leadership. 
Previous literature has provided explanation on why raters might disagree in their 
evaluations ofperformance. Murphy and DeShon (2000) proposed that there are four 
reasons, which cannot be interpreted as random measurement error, why raters disagree: 
(1) systematic differences in what is observed, (2) systematic differences in access to 
information other than observations ofperformance, (3) systematie differences in 
expertise in interpreting what is o b s e r v e d , � systematic differences in evaluating what is 
observed. In the studies comparing multi-source ratings, it is found that raters not only 
observe different facets ofaratee's behavior (e.g., Borman, 1974; Murphy & Cleveland, 
1995), but are also likely to observe different amounts ofbehavior (e.g., Wherry & 
49 
Bartlett, 1982). Furthermore, raters may have different values and expertise, which 
account for differentjudgments of ratees' performance. 
Scullen, Mount and Goff(2000) discovered that among factors that influence 
multi-source performance ratings, there were two types of rater biases: idiosyncratic 
tendencies exhibited by individual raters, and rater's organizational perspective. The 
idiosyncratic tendencies include several types ofeffects, for example, halo error and 
leniency error. Conway (1996) found that the idiosyncratic effect accounted for 25% of 
the observed ratings variance. The meta-analysis ofViswesvaran, Ones, and Schmidt 
(1996) on intrarater and interrater reliabilities showed that 29% of the observed variance 
in ratings was idiosyncratic in origin. Another type ofrater bias, the rater's organizational 
perspective, is stemmed from individual,s relationship to a focal leader (e.g., self, 
subordinate, peer or boss). Borman (1997) suggested three reasons why perspective-
related biases may affect performance ratings. First, raters from different organizational 
perspectives might focus their attention on different aspects of the ratee,s performance. 
Second, raters from different perspectives might attend to the same aspects of 
performance but attach different weights to them. Third, raters from different 
perspectives often observe different samples ofaratee's behavior. Thus, ratings might 
differ across perspectives because ofreal differences in the behaviors that are observed. 
In the present study, interrater correlations reached the significant level only in 
these three criteria: Student Care (y 二 .18) and Regulations and Goals (y = .19) in 
leadership behavior, and organizational effectiveness (y = .18). This result echoed 
Conway and Huffcutt's (1997) fmding in their meta-analysis that mean correlations 
between subordinate-ratings and self-ratings were low (y 二 .14). The large discrepancy 
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between teachers' self-ratings and student-ratings may be due to the differences in their 
vantage point and their understanding about teacher leadership behaviors. Organizational 
effectiveness, which contained relatively objective criteria in describing organizational 
performance in various activities and approximated the outcomes of teacher leadership, 
received more consistent ratings between teachers and students. For further study, it is 
necessary to better understand the discrepancy among multi-rater evaluations, and 
leadership criteria with higher external validity need to be identified. 
Personality Predictors of Head Teacher Leadership 
In the present study, 15 CPAI personality scales that were hypothesized to be 
related to leadership performance were tested, in terms of their predictive power on 
teacher leadership. The Leadership scale, which measures one's propensity to influence 
others, tumed out to be not only the most powerful predictor on leadership behavior, 
overall leadership effectiveness and organizational effectiveness. Falbe and Yukl (1992) 
argued that one ofthe most important determinants ofleadership effectiveness is success 
in influencing people, because such influence impacts remarkably on subordinates' 
commitment and extra effort, on the organizational policies, on the received support from 
external constituents, and onthe decisions ofinnovation. Among different forms of 
power, effective leaders rely more on personal power that is stemmed from leaders' own 
personal characteristics, rather than position power that is ascribed by the organizational 
structure. Thus, the presence ofinfluence serves as the basis ofbecoming an effective 
leader. 
Two indigenous personality traits—Veraciousness and Harmony—emerged as 
useful predictors of teacher leadership behavior. The finding is consistent with previous 
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studies on personality and Chinese leadership, in which indigenous personality traits 
provide additional value in predicting Chinese leadership. The importance of 
Veraciousness and Harmony in Chinese leadership is rooted in the dominant 
philosophical traditions ofConfucianism (Westwood, 1997). Confucianism stresses 
harmony between people and their environment, intrapersonal harmony and above all, 
harmony in interpersonal relationships. Veraciousness ensures individuals to uphold 
truths and principles, to speak and behave frankly, and to keep promises. These two 
personality traits well reflect teacher leaders' moral character in the Chinese culture. 
Although in the factor analysis, moral behavior failed to be extracted as an independent 
component ofteacher leadership, the significance ofHamiony and Veraciousness in the 
regression analyses highlighted moral character as an important predictor ofteacher 
leadership. Moreover, the possession ofmoral character enables head teachers to better 
manifest morality in their daily practices. Thus, the salience ofHarmony and 
Veraciousness still echoes the emphasis ofmoral leadership in the Chinese context. 
Another personality scale—Meticulousness—was able to predict overall 
leadership effectiveness and organizational effectiveness in the present study. 
Meticulousness reflects the extent to which one pays attention to detail and order. Yasin, 
Martin and Czuchry (2000) found project managers who were detailed-oriented were 
more likely to be successful, because attention to detail enabled managers to maintain 
smoothness and accuracy in daily operation. In the present study, Meticulousness may 
help teacher leaders to bring a sense oforder into the class, and to insure the 
implementation ofschedules and plans. Thus, it is not difficult to understand why 
Meticulousness was predictive ofleadership effectiveness and organizational 
52 
effectiveness in this study. However, it is worth noting that a high level of 
Meticulousness may not be equally beneficial to senior executives, because senior 
executives need to make a balance between the strategic level and the operational level. 
Too much attention to detail may distract senior managers from the larger picture. 
Implication of the Present Study 
This study has examined the components of teacher leadership in the Chinese 
context. Previous research mainly focused onthe leadership ofschool principals. 
However, as the immediate supervisors of students, head teachers exert a more direct 
impact on students' development in a broad scope ofaspects. Thus, the leader roles of 
head teachers need to be defined as well. The present study is able to identify five roles 
for teacher leaders: Student Care, Regulations and Goals, Communication with Parents, 
Innovation andExperimentation, and Influence on Supervisors. Furthermore, personality 
traits that predict teacher leadership were also identified. The investigation ofteacher 
leadership has provided implication ofthe selection and training of middle school head 
teachers. 
The present study also tested several possible criteriato evaluate teacher 
leadership, including subjective ratings ofleadership behaviors from teacher themselves 
and their students, and organizational effectiveness which approximated teachers' actual 
performance outcome. Using multi-source and multi-method evaluation in performance 
appraisal has captured much attention in industrial-organizational psychology since the 
past decade. For multi-source evaluation, although ratings from each rater are all subject 
to biases (e.g., leniency bias for self-ratings, halo bias for other-ratings) and there may be 
low interrater agreement, it is still important to include multiple raters, because each rater 
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provides a unique perspective in assessing ratee's performance. For multi-method 
evaluation, especially forjobs that encompass complex roles (e.g., managers), it is of 
great importance to identify criteria that can accurately reflect the actual performance of 
the ratee. The present study has made an attempt to explore leadership criteria for middle 
school head teachers, though more research needs to be conducted for identifying criteria 
with stronger validity. 
Limitations and Future Direction 
There are two major limitations ofthe present study. The first limitation is about 
the sample representativeness. The middle schools that participated in this study are all in 
the middle-lower level with respect to their teaching quality in Guangzhou. It is quite 
possible that schools ofdifferent level have different strategies and cultures, which shape 
teacher leadership style in a different manner. Therefore, future studies need to include 
schools in all the levels, in order to control the confounding effect of school culture. 
The second limitation is about the outcome variables of teacher leadership. This 
study examined two student outcomes^ollective identity and subjective well-being— 
that were possibly correlated with teacher leadership. However, as the nature ofeducation 
is to inspire students and to promote their academic, social and emotional development, 
teacher leadership is likely to influence students in a wider range ofaspects, not only 
limited to the two outcomes in the present study. Thus, in the future study, more 
appropriate outcome variables need to be explored, in order to better assess the effect of 
teacher leadership on students' development. 
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58 制定班規、獎罰制度來規範學生_^^ ： ~ ~ ~ — ^ 
Note. The same items were used in both tea^er self-ratings and student-ratings. Ratings 
scale ranging from 1 (ahnost never) to 7 (ahnost always). 
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Appendix B 
Overall Leadership Effectiveness Scale 
班主任整体个人效能问 _ ^ ^ -









5 作爲管理者的整體效能° ~ ~ ~ — ~ " ~ 
^ T h e same i t em^ere used in both teacher self-mtingsand student-ratings. Ratings 
scale ranging from 1 (worst) to 7 (outstanding). 
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Appendix C 
Organizational Effectiveness Scale 
































26 給予家長的印象 ： ~ ~ ^ ^ 
jVote. The same items were used in both teacher self-ratings and student-ratings. Ratings 
scale ranging from 1 (worst) to 7 (outstanding). 
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